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ABSTRACT 

Questionnaires sent to every institution of higher 
education in Illinois examined the status of women. Responses from 93 
institutions indicated the position of women in Illinois institutions 
of higher education was deteriorating at an ever-increasing rate. The 
pattern of employment places most men in three professional ranks and 
over half in the top two tenured ranks alone, while less than one 
quarter of the women are in tenured ranks. The survey also showed a 
considered difference between the patterns of employment for single 
and for married women. Over one-third of the single women but J.ess 
than one-sixth of the married women are in the tenured ranks- In most 
of the Illinois institutions the proportion of women either remained 
the same or dropped from 1970-71 to 1971-1972. Although women are 
held to the lower ranks and serve longer within each rank, they are 
paid less at every rank. Appendices include related material, the 
survey instrument^ and a status report of civil service women at 
Northern Illinois University. (MJM) 
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In the Spring of 1972 reporta to tht Education Commlttte of the 
Illinois Commlsfilon on the Status of Women from campuses throughout the 
state seemed to Indicate that the position of women In Illinois 
inHtitutions of higher education was deteriorating at an ever-^increaslng 
rate. The reports indicated, among other things, that In the newly 
established universitiee .aild Junior collegee the same patterns of dis- 
crimination were appearing as have been the practice in the established 
institutions. In addition, at universities where women had been kept 
in the lower ranks sad out of the tenure track by discrimination and 
nepotism rules of the past, the budget cuts had decimated woman» 
cc^peclnlly at the major universities, where the budget cuts ware most 
nuvere. 

fn spite of the support to be expected from the federal Equal 

KmpJoymont Opportunity Act (EEOA) and the Illinois Fair Employment 
E'racticee Act (FEP/), which had just becin extended to cover women in 
higher education, and despite the appointment of affirmative action 
oL'fico.rB in thit state universities, the number of reports demanded 
investigation* 

The Education Comnittee sent a questionnaire to every institution 
of higher education in Illinois — public and private colleges, junior 
collegcH, profoasional colleges, etc. — and 93 replied. 

The resultfl of the survey substantiated these charges and more. 
It showed that the pattern of employment places most men in the three 
professional ranks, and over half in the top two tenured ranka alone, 



while less than one quarter of the women are In the tenured ranks. 
Thle la clearly demonetrattd In Figure 1| Full time Faculties at State 
Universities 9 In the appendix. Ths survey also showed a considerable 
difference between ths patterns of employment for single and for married 
women. Over one-third of the single women but less than ons*slxth 
of the married women are In the tenured ranks as Illustrated by Figure 
2» Relative Positions of Single and Married Women In State Universities, 
in the appendix. 

In the state universities of IlllnolSi women constitute 20Z 
nf the total teaching faculties which la equal to the national average 
of 20.6 In 1972.^ In most of the Illinois Institutions the proportion 
of women either remained the same or dropped from 1970-71 to 1971-72. 
And In the sunmier of 1972 , In the teaching ranks of Instructor to 
Professor, women constituted 21% of persons fired, but only 21Z of the 
persons hired. Although women are held to thor lover, raoki and serve 
longer within each rank, they are paid less at every rank, often at 
Inast $1,000 less. Table 4, Median Salary Differentials Between Men and 
Women Faculty of $1,000 per Year or More, lists Institutions in which 
this holds true. 

Most schools have no grievance procedures to cover oex discrim- 
ination coc>plalnt8, and the firings of women In the Institutions which 
do are among the heaviest In the state. Nepotism rules are still 
in force at many schools as shown in Table 3, Institutions in Illinois 
with Anti-nepotism Rules. The etatistics would seem to indicate that 
the policy exists much more widely than is admitted. 

^Robert Jacobson, "Faculty Homer: Earning 17% Less Than 
Men,'* Chronicle of Hlghsr Education > Vdl\ nt. No. 23, M.nrch 12, 19/3, 
p. 1. 



Th« extraaie nature of this Informmtion Indicated that a large 
number of Inetltutlono In Illlnola were not In compliance vlth the 
HEW Guldellnea, PEPA, BEOA or the federal Equal Pay Act. (At Prairie 
State, the median salary for women la $6»100 less than that for men; 
In the Lecturer rank at Southern at Carbondale^ vomen make lees 

than half aa much aa men.) Although the HEW HlRher Education Culde - 
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lines direct unlvereltlee to remedy the iltuatlons of vomen who have 
been discriminated agalnat In the paat, including women who have had 
to accept part-time employment or waiver of tenures or are in non* 
tenure ranks because of the nepotism rules, seme univergities 
appear to have chosen the*'remedy'* of releasing theoi, rather than 
promoting them. 

The data indicated such a strong pattern of discrimination that 
the Education Committee concluded that it vae imperative that a hearing 
be Conducted to ascertain whether or not the universltiea were beginning 
to comply with the lavs and executive order since the survey was made« 
The hearing v/aa held on March 2, 1973, in Springfield and chaired by 
Che Ho^iorable Esther Sapersteln, Chairperson of the Illinois Commiaalon 
on the Statue of Women and Illlnola Senator, lltK District . The state 
unlverBity presidents and their representativeo, aa veil ae other 
interested persons — faculty vomen, civil eervice staff, and students — 
were invited to testify. The presidents were asked to preeent written 
reports and to apeak to the following nine points; 

1. Present Proportion of Females to Malea at Each Rank 
as Compared with 1971-72. 

2. Funds Provided for the Creation of Salary Equity^ Between 
Males and Females* 

Higher Education Guidelines Executive Order 11246^ U.S. Dept. 
of Health, Education and Welfare, Office of the Secretary, Office for 
Civil Rights, 1972. 



3. Present Salary Differentials Within Rank for 
Males and Fetoales. 

4. Introduction of Recruitment Procedures Designed to 
Insure the Consideration of Qualified Women. 

5. Establishment of Grievance Procedures for Cases of 
Alleged Sex Discrimination. 

6. Re-examination of Tenure Procedure for Eligible 
Female Faculty. 

7. Elimination of Nepotism Rules. 

8. Adjustments in Titles and Salaries of Civil Service 
Positions Commensurate with Duties and Responsibilities. 

9. Equalization of Educational Requirements for Scholarship 
Monies and Fellowship Monies for Males and Fesults. 

On these nine points » the hearing data gave little reason 

for complacency. The task of remedying the inequities in hiring, firing » 

tenure, promotion, and salary is entrusted to the very people who 

brought about the present inequities. It is not surprisingi therefore 

to discover that the inequities remain, and the situation of women 

continues to worsen. 

1. At the major universities, the PROPORTIONS OF FEMALES TO 
MALES in the faculty remained the same or declined. The proportion of 
women to men at the University of Illinois Champa Ign-Urbana is the same 
as it was 20 years ago, and the precipitous decline in the number of 
women at Illinois State University has reached critical proportions. 

2. Although some universities have set aside FUNDS TO ADJUST 
SAI.ARY INEQUITIES, a large proportion has gone to adjust inequities 
between men. The general feeling seemed to be that one takes care of 
inequities with "spare*' .noney, after the usual raised are allotted 

in the usual way. Since the adjustment of inequities is left up to the 
very people who created them, adjustments can be expected to be 
s]Ccninal, and the inequities can be expected to reappv^ in a year or two. 



3, There seems to be no improvement li\ the SALARY DIFFERENTIALS 
WITHIN RANKS FOR KALES AND FEMALES. Some of the dlf ferentlele In 
Toble 4, Median Salary Dlf f erentiatla Between Men and Women Faculty 
of $1,000 per Year or Mor6| represent the situation after a round of 
"equftlization." Chancellor Peltaaon, of the University of Illinois- 
Champa ign-Urbana, pointed out that most women are clustered in a few 
departmentSf such as Home Economics and the library and that these are 
traditionally low paying departmental He showed that the differential 
were smalter in the departments with the most women. But since these 
are departments where women are given tenure, less discrimination in 
the salary scale can be expected. Not ahown were the glaring differen- 
tials that would exist if those departments which are traditionally 
considered to be women's strongholds ware omitted from consideration here. 
In the uan units which Chancellor Paltason listed in hia report to the 
Education Coimnlttce as having the highest proportion of women faculty » 
men are paid leas than the university average for men while women are 
paid •^-ersTr cnan the university average for-«efl. While women are paid 
more than the university average for women in their ten units most of 
the men still receive larger salaries than do the women. Since the 
average for women in low-paying fields is less than the average for men 
in low payln;^ fields, it is clear that women's salaries are lower than 
the men's even In the fields in which vromen appear in larger numbers. . 
Hence the small proportion of women in high paying fields does not 
explain the salnry differential, 

^* . Most presidents assured the Committee of their "commitment" 
to the RECRUITMENT OF WOMEN AND BLACKS. The statistics reply that 



this ''commitment" Is Ineffectual, These statistics are enimereted 
In Table 2, Terminations And Full Time Hiring Compared with Full Time 
Teaching Faculty In the Ranks Instructor-Prof essor^ 

5. GRIEVANCE PROCEDURES at moat universities are also in the 
hands of the admlnlatratora who have discriminated against vomen. 

The situation at Southein IlllnoiB Unlversity-Carbondcle ohovs what must 
happen if women have no real hope of Juctlcid within the university. 
Many individual complainta have been filed by women faculty with govem*- 
mant agencies. Once case, in particular^ has beon under adjudication for 
two years and is not yet settled. In no case are the realities of 
discrimination, the harassment » the unequal Job assignmentn which 
conatieute a 'Vomen's ttacki'* and the vague and often unwritten 
criteria for promotion taken into consideration in the aet-up of the 
grievance procedures. 

6. The presidents felt that since TENURE PROCEDURES are the same 
for men and for women ^ there was no problem hare. Yet If anything la 
Is clear from the survey and the hearings, it la that tenure is often 
the crux of the problem. Women, and especially married women, are 
seldom advanced to tenure except in ^'women's'* departments, Hanca, 
when cuts are made, it la most frequently women who are immediately 
vulnerable, 

7. NEPOTISM RULES »accorrfing to the state university presidents^ 
no longer exist. An examination of employment patterns, however, shows 
that not only is there variation in policy between universities but even 
greater variation from department to department within Institutions. 
Apparently many departments follow unwritten nepotism pollclaa. A 
number of private and communlcy collages still have* wrlttjaa nftpofilam 



rules even though these are In violation of the HEW guidelines. A 
list of those Institutions wlttv nepotlstn policies can be found In 
Table 3, Institutions In Illinois with Nepotism Rules. 

8. The CIVIL SERVICE CLASSIFICATIONS are a serious problem. 
There are separate classlf Icatlonc for men and women who do thm same 

work I men receiving higher salaries. The change from one class to another 
Involves loss of seniority, which most women cannot afford, especially 
In a time 6f cutbacks. Thus, promotion from lower class Into managerial 
class Is too hazardous for most people, although promotion from 
administrative clerk to administrative assistant, or foreman to *'boss'* 
wouls seem to be logical. Women and blacks are frequently locked Into 
the lower classes by this sytem. Further Invostlgatlon Into the 
entire Illinois State Civil Service System Is clearly needed. 

9. The problem of discrimination In SCHOLARSHIPS AND FELLOWSHIPS 
does not appear to be widespread, at least from the evidence presented. 

Women are under^^represonted In administrative positions throughout 
higher education, and. In addition, the highest posts to which they are 
usually assigned have the prefixes of assistant or associate—assistant 
dean, associate director, etc. The majority of women listed as 
administrators are at the level of executive assistant or administrative v 
aids, the lowest rungs of the administrative ladder. Table 5, Percentages 
of Women Holding Administrative Positions in Private %nd Public Colleges 
and Universities in Illinois, indicates the proportion of women in 
administration in selected Illinois institutions. 
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The problom created by the patterna of employment In higher 
oducAtlon for men and women 1g becoming acute. The proportion of the 
faculty which la tenured la Increaalng* In the laat two yaarei the 
total faculty at Illlnola State University hae decreaaed by 51, but the 
tenured faculty has Increaaed by 55 » and a similar pattern is emerging 
everywhere. The univaraities are approaching tenure saturation, at 
which point additional promotions to tenure will be available only when 
someone leaves for whatever reason. 

Since Job mobility la minimal in today's Job market, and aince 
most of the people now in the tenured ranks are in their thirties 
or forties, vacancies for tenure will be few. As the proportion of 
tenured tacv ty Increaaes, the proportion of the faculty from which 
cuts can be made decreases ^nd the cuts become deeper. At the point 
of tenure saturation, the current pattern of employment for %romen will 
be permanent. Since those vho are not given tenure must quit after 
six years, women are often considered temporary employees. Because 
women are represented disproportionately in that part of the faculty 
which can be let go, they are removed disproportionately — ususlly at 
an even higher rate than their proportion In the untenured ranks. 
This pattern is evident inf^ble 2, Terminations and Full Time Hiring 
Compared with Full Time Teaching Faculty in the Ranks of Instructor- 
Professor) It Illinois State University, Northern Illinois University, 
Southern Illinois University-Carbondale, and the University of Illinois 

The figures for total faculties are taken from Tables 1 and 2. The 
tuHtlon of women in the private colleges and univeraitlee is generally 
Lrse, the situation of women In the Junior colleges is better. 
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Champalgn-Urbana. But tht shift toward tenure saturation indicates 
that this pattern will get worse » not better, unless corrective 
measures are taken very soon. 

Women constitute 20% of the public university faculties in the 
state, 21Z of hiring, 31X of the firing. This high turnover rate again 
reflects the pattern by which their employment becomes temporary. 
Although the proportion of women in the tenured ranks (less than HZ) 
is small, the proportion of womei hired i the tenured ranka is smaller 
yet, less than 7%. The hiring tt s Lc^^inue% and even increaaes 
the pattern by which women are discriminated against. 

The situation of married women, which seems to indicate that the 
nepotism policy remains even where the written rule Is gone, deserves 
special mention. Although marrie^ women are only 8 1/2Z of the faculties, 
they were over 19X of the people let go. This state of affaire is 
not surprising since married women :cnstitute only 2 1/2X of the tenured 
faculties and no married wotnsn vere hired In the tenured ranks. Thus 
th,^ affirmative jiction hiring, mandated by HEW, appears most frequently 
to be a process by which a few ^omen come In the front door while a 
disproportionately greater number file out the back. 

Two reasons have been advanced for the fact that married women are 
being let go at almost four timus the rate of men throughout the state: 
First, that in budget crisis, many administrators feel that all Jobs 
should go to **breadwinners,** and; second, that married women are less 
able to avail themselves of any legal recouree for fear of reprisals 
against their husbands as well as against themsslvea. 

Although few administrators seemed to think it necessary to 
Q reconsider their tenure procedures and felt that the problem lay 

ERIC 
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elsewhere I thle Id where the main problem usually lies. At Illinois 
State University in the past two yeare, the faculty has decreaeed by 
51 positions: 10 men and 41 women. In the same tlae period, the 
tenured faculty has Increaeed by 35 per eons t 50 men and 5 woman. 
The situation at other schools is much less extreme but flguree 1 
and 2 indicate that it is serious. 

Few seem able to see the injustice in lotting the same adalnlstra- 
tors who have discriminated against a woman evaluate her qualifications 
for tenure. Their discriaination also hinders her from qualifying 
for tenure by forcing her into the wtll-known "women *8 track" which 
Includes assignment to jobs and courses no one wants or reepecte, 
while excluding her from the preetigious courses and policy-making 
committees. She may be denied tenure on the grounds that the work 
she has done is too menial. Since the criteria for tenure are generally 
vague, there era few casee so clearcut that the administrator cannot 
convince himsslT that the man is bstter qualified than the woman, and 
that this is of primary importance. in thie case. In theee fine 
judgments, many people who do not intend to dlacrimlnate will nonetheleee 
do so inAdvertantly through long* established habit. For example, in 
a case where the difference in favor of the woman is slight, an * 
administrator would not be inclined to conelder releasing a man with 
three children while giving tenure to a faculty wife. In the state 
universities, 51% of the men. 35Z of the single women, and 16Z of 
the married women are in the tenured ranke. Overall, 24Z of the women 
are in these ranks. 

There are far too few meaningful grievance proceduree for sex 
discrimination cases. Most sppsal procedures simply require the woman 

ERIC 
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to Alk thoit vh» M«crlKlmat«4 against har vhathar or not thay 4U*tD« 
Of thoaa fav achoala vhlch hava camlttaaa aat up to c&nalAar sax 
dlacrlmlnatlon caoiplalmta by Indlvlduala, tha caaa for appolntad 
conmlttaas la nat good: Kbrthan Illinois Unlvarslty has such a comlttaa, 
and of those flrad In Ina true tor-Prof assor ranks 60% vara vonant 
while only 23Z of those hired full tine In these ranks vara vomen. 

At Western Illinois University, the President's CosBSittee on the 
Status of Women, after extensive research, reconuBended five faculty votnen 
for salary adjuscment on the baals that there had bean discrlalnatlon. 
All five caaes were aent back by the president to the original 
evaluating bodies Involved, the Comlttae on Professional Statua, the 
Deans and the De;9artaenta. ^11 refused to reconsider their original 
declalono. None of the wesen received adjustmanta on tha basis of the 
committee's recoanendatlons. And at Wastem Illlnola Unlvaralty, that 
same year» 41Z of those let go (16% of those full tlM In these ranks) 
were women. Ac Sangamon State, there vaa no reduction In faculty, but 
only IZX of chose hired In these ranka were women. At Northeastern 
where an independent >eup of women, the local branch of Unlvaralty and 
College Women of Illinois, hears discrimination cases and makea 
recommendaclons Co the university, there ware no firings, and the hiring 
in cheae ranks waa 29% female. 
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In0CltutlM« In Zllln#l0 vlth' N«f otlm Ruin 



No huabands and vivas or no two from taao faully aa a vrlttan rulat 

Collafa of DuPaga 
Colloga of Lake County 
Danville Junior College 

Illlnala Cantral Collaga (but clalaa it la not enforced) 
Kankakee Coninunlty College 
Kaakaakia College 
Parkland College 

Rend Lake College (Hopea to change It) 
Sauk Valley College 
Shannee College 
Augeatana College 

No spouses in the same dapartnent: 

Levis and Clark College 
El«hurst College 
Knox College 

In nddltlont Robert Morris College replied "Vte try to avoid (nepotlsn)." 
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Table 4 



Median Salary Dlf f erantiala Betveon Men qind Women Faculty 
of $1,000 per Year or More 





College 


Rank 


Median male 


turned 1^ female 


PRIVATE SENIOR 








Augustana 


Profeeaor 
Asaoc. Profeasor 


1,000 
1,600 




Columbia 


one rank 


4,200 




Concordia 


Professor 
Assoc. Professor 
Aastt Profeasor 
Instructor 


no women 
1,500 
1,500 
1,000 


profeeeors 


George Williams 


Professor 


1,800 




Judson 


Professor 


no women 


profeeaors 


Kr^OX 


Professor 
Asst* Professor 
Instructor 


no women 
no women 
1,000 


profeeeors 
aaat% profesao 


Lake Forest 


Professor 


1,750 




Monmouth 


Profeasor 
Assoc, Profeasor 


1,300 
1,000 




Qulncy 


Professor 


no women 


profeeaora 


Kooacvclt 


Profeeaor 


2,700 




OePaul 


Salarlea not given 






Unlveralty of Chicago 


Salaries not given 






Northveetern 


Questionnaire not : 


returned 




Loyola 


Professor 
Assoc. Professor 


1,500 
1,600 




Illinois Inst, of Tech. 


Professor 
Assoc. Professor 
Asst. Professor 


no women 

1,300 

1,100 


professors 



Tablft 4 (continued) 





ColUge 


Rank Median aale-tiadlan fMala 


PUBLIC SENTOl 






Chicago State 


Professor 
Asst. Professor 


3,000 
1,000 


Eastern 


Less than 1,000 differantiel at all ranks 


Governors 


One rank 


2,500 


Illinois State 


Lecturer 


1,400 


Northeastern 


Professor 


1,400 


Northern 


Professor 
Assoc. Profasssr 

Lecturer 


1,200 
1,100 
6,750 


S/ingamon 


Professor 


no women profaiaors 


SouLhern-Carbondele 


Professor 

Instructor 
Lecturer 


1,600 
1,000 
7,300 


Sout hern-Ed vardavllle 


Professor 

Lecturer 


1,000 
3 ,400 


U of I-Chgo. Circle 


Salaries not given 




V of I-Urbana 


Profaesorr 
Assoc. Professor 
Asst. Professor 
Instructor 
Lecturer 


2,800 
1,300 
1,300 
1,200 
1.400 


Western 


Assoc. Professer 


1,000 


^PUBLIC JUNIOR COLLEGK 






Belleville Area 


One rank 


2,300 


Black Hawk 


Instructor 


1,200 


Southwest 


Professor 

Instructor 


1,700 
2,300 


DuPage 


One rank, 9 mo. ufft. 
One rank, 12 mo. •fft. 


1,000 
3,000 



Table 4 (continued) 



College Rank Median male-median feaale 



Danville 


One rank 


1,500 




Jollet 


One rank 


1,900 (By schedule) 


Lake Lank 


One rank 


2,000 




Lewie and Clark 


Profeaaor 


no women 


professors 


McHenry County 


Asaoc. Professor 
Instructor 


no women 
1,300 


asaoc. professors 


Morton 


Salaries not given 






Oakton Communicy 


Assoc. Professor 
Asst. Professor 


no woman 
1,000 


assoc. professors 


Parkland 


Salaries not given 






Prnirle State 


One rank 


6,100 




Rock Valley 


One rank 


1,800 




Shavmee 


One rank 


1,900 




Spoon River 


No aalariea given 






William Rainey Harper 


Professor 
Assoc. Professor 


no women 
2,000 


professors 



Ttbla 5 



Perctntat«« of Wottftci Uoldlns AdmlnistrAtlve 
P«8itiona In Frlvatt and Public 
CollttM and UnivtYtitlaB in Illinois 





State Sanlor 


Total I 
in Adain.* 


Dapartticnts Chaired by Woman 


Chicago State 


17X 


(6) Modern Langua|sa» Home Bc«, Art, 
Bio. Sciancai Nursing, Library Science 


Eastern Illinois 


17X 


(3) Library Science, Home Be, PE for 
Women 


Governors State 


5% 


None 


Illinois State 


91 


(3) FE for Uomen;> Home Ec, Professional 
Lab Experiences 


Northeastern 


30% 


(5) Political Science and Economics, 
Sociology, Early Childhood Education, 
Educational Foundationi;, Guidance and 
Counselor Education 


Snngnmon 


lOX 


Nona 


Southern 11 1 Inois-Cflrbon. UX 


(4) PE for Women, Home Ec, Clothing and 
Textilaa, Family Economics and Management 


Southern lUlnois-Edw. 


I OX 


(1) Sociology 


University of Illinois 
Chicago Circle 


not given 


None 


University of Illinois 
Urbana 


4X 


(1) Homa^ Ec. 


Western Illinois 


17X 


(3) Elementary Education, Home Ed« , 

PE for Women 


Private Senior 




Bspttiiitwwiba Chaired by Women 


Augustana 


BX 


None 


Concordia 


3Z 


None 


Knox 


8Z 


None 


Lake Forest 


SX 


None 



louth 131 (1) Claasics 



Table 5 (continued) 



Private Senior 



Total X 
in Admin 



Qulncy 

Til InoiB Institute of 
Technology 

University of Chicago 

Northwestern 



11% 



Departments Chaired by Women 



(1) Biology 



5X None 

11% (2) Claaeics, Sociology 
Questionnaire not returned 



Public Junior 



Departments Chaired by Women 



Belleville Area 
College of DuPage 
Joliet 

KnskaHka 
Lnko Lanci 

Onkton Community 
Parkland 
Prairie State 

Rock Valley 
Southwest 



10% 

(Woman Pre8)33% 



Weubonsee Community 
William Ralney Harper 



5% (1) English 

3% None 

16% (4) Nursing, Ed* Psych*, Home Be, 
PE for Women 

12% (2) letters, Library 

8% (3) Health Education, PE for Women, 
Practical Nursing 

U% None 

15% (1) Div. of Humanities 

16% (5) Gen. Studies, Child development, English 

Nursing, Dental Hygiene 

(1) Nursing 

(A) Arts, Humanities^, Foreign Lanugages 
Social Science 

11% (1) Nursing 

9% None 



"^Thlfi percentage includes executive assistants, administrative aldifto, .fttc* 
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SINGLK 



AHBoclate 
Professor 



Assistant 
Professor 



Instructor 




MARRIED 
Professor 



Associate 
Professor 



m ^ 

Wm 



57 



Assistant 
Professor 




216 



Instructor 




234 



Figure 2 

Relative Positions of Single and Married Women 
In Steta Universities 



Key: full time solid; part time clear 
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The Civil Service women at Northern Illinois Univeroity have no organization 
and no nystomatio means of communication with each other. There have been attempts 
Ln the past to get the clerlcal/eeoretarial women to join the \mion which is 
already on carpus. However, to date, only 12 women have joined. Women seem to 
ttB very reluctant to join -unions; they view it as a last resort. Many are 
afraid to jeopardize their jobs and marQr are simply leery of unions. After all, 
unions are responsible for supporting and perpetuating lower salary scales for 
women. This may change, however, as they begin to view women's rights as a great 
potential for -union expansion. 

Despite this present lack of organization, many vomex* in Civil Service are 
beginnlnR to realize what great diecrepanoies exist between salaries of men and 
women and to feel the nood for some organized pressure to change their situation. 

The proportion of men to women in each classification does not tell uo r::o.ch 
because, in general, the classifications are sex oriented. A quick pei-usal of* 
the staff directory indicates that women are usually hired for certain positions 
and men for certain others-. For example, a "cook^s helper" is always a woman; 
whereas, a "kitchen laborer" is always a man. The woman's salary range is $2.!')0 
to $2.80/houi^, while the man starts at $2.98/hr. (l8# above her maximum) and 
goes up to $3.28 after a six months' probationery period. Yet both are omaou 
laborers in the kitchen with responsibilities of similar difficulty. Both imiet 
pass a food handler's examination plus have a simple skill. The cook's helper 
must have a "laiowledge of food terms and methods of preparing f oodsj " whereas, 
the kitchen laborer maist have a "knowledge of operation and usa of simple 
cleaning solutions end equipment." Yet his salary is $83/month above hers at 
all levels of equal experience. In fact, the programs which hire physically 
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and emotionally handi«pp#d ytung men place them as kitchen hel pe i y fl . When a 
food manager was ask«4 why they were not hired as cook's helpers, he answered 
simply, ^'Because they would not •am as nuchJ* Actually, they are not capable 
of doing what the women do as cook's helpers. 

In the clorical/stcretarial classifications, a woman administrative clerk 
may perform eimllar fimctions and responsibilities to a male administrative 
assistant in another department. Or if she leaves, she might be replaced by a 
man at the higher classification. Her salary range will be $48C/"ffiDnth to ^700 m^Xime^vn 
after five or six years on the job; whereas, he will start at $725/month and 
advance to $1085 maximum. 

As you can- see, the women's salaries top out below the level where the men's 
salaries begin. I should add, however, that in recent months at least two 
women have been appointed administrative assistants, so perhaps this will start 
a trend. 

Another hopeful note is that the pay differential between janitors and 
Janitressoo was eliminated recently. There is no longer a distinction between 
light duty and heavy duty work. All are now classified as "building service 
workers" and all receive the same pay. I hear that the men are complaining 
greatly. I have been told, however, by one foreman that the women are actually 
better workers. It should also be noted tliat there are 171 men employed ac 
building service workers and only 25 women ^ oo their jobs are not exactly in 
jeopardy for this reason. 

There is a grievance procedure set forth in the Civil Service manual. I 
have no comment about its effectiveness because I am not familiar id.th its use. 
I was told by a personnel officer that a few women have come to him with 
complaints of sox discrimination. When he asked them to pu"*i it in writing, 
which would be necessary for a follow-up, he did not hear from 'chom again. Only 
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one case, which was a minority situation as well, reached the stage of sitting 
down with a -union repreeentativo and the personnel officer. The problem was 
resolved at that level and no further grievance was necessary. 

Adjustments of titles and salaries of Civil Service women commensurate with 
their duties and rosponsibilitieu is definitely a problem. With recent experience 
in this prea, I can say, however, that the real problem is the salary schedule 
itself. No matter how much responsibility a woman clerk may have, nor where 
she is reclassified, she probably never will earn as much as a janitor or a 
grounds worker — who happen to be at the bottom of the line for men. Or if she 
is in a top position, she might catch up with him after five or six years on 
the job. 

A study of the salary range, the minimum qualifications, and the responsi- 
bilities of the clerical/secretarial classes as compared to the grounds 
clasnifi cations or the building services is very revealing. Altogether there 
are 69 clerical/secretarial classifications listed in the Personnel Office 
print-out. Of these, only seven do not require a minimmn of high school graduation. 
They do, however, require some special skill or training; i^e., mathematical 
aptitude or manual dexterity or practical nurse training. Then there are six 
positions which require one to four years of college or equivalent. That leaves 
56 classifications which require a minimum of high school graduation plus one to 
' five year^j of experience and/or special training. 

Of these 69 clerical classifications, only the top/^os'i^ions start as high 
as a janitor or a grounds worker's salary. And the qualifications of a grounds 
worker? They are quote, "No minimum qualifications.*' A ^roiands worker is^, of 
course, at the bottom of the line of the grounds crew. 

There are 21 more clerical positions which can eventually catch up to the 
grounds workers and janitors after five or six years on the job. That leaves 
clerical classifications which can never catch up to the salary of a common 
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laborer who is a in&l%« 

Incidentally, a rtfistered nurse is included in the clerlcal/Becretarial 
class rather than proftsalonal/aomi-profesoional. I do not know why. She is 
one of the highest puld in thin olftss, of course, yet she starts only 25?S/hoar 
above a janitor or grounds worker. But after a six months' probationary period, 
he goes directly to $3«74/ho\ir thus earning 2^/hour more than she, 

I do not wish to ijcply that janitors and grounds workers are overpaid; 
they are still undei the national average, I am merely pointing out that 
women in much more responsible positions requiring more education, several years 
of experience and supervisory ability should be worth more, yet in fact,' they 
are v a lu e d much less* 

When one compares the promotional line of typing clerks, growds services 
and custodial services, for oxan^^le, one can see the parallels of minimum 
qualifications, salaries, and roaponeibilitieSt (See enclosed table and Civil 
Sorvlco eipocif icatdons. ) In evtry instance the male dominated gro\inds and 
custodial sei*vices employees earn from 33- 70% more than the women. The only 
determining factor for this d iscrepancy is the difference of sex. 

This study should be continued in greater detail. However, it woiild appear 
•;bhat the Civil Service salary schedule is not complying with the Equal 
Employ^ment Opportunity, of the Civil Rights Act of 1964. Sex discrimination 
is written into the system very clearly. If eqxiality means anything, it must 
moan equal pay for equal responsibility, equal minimum qualifications, equal 
training and experience regardless of the sex of the en5)loyee. 
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A COt^PARISON OF PROMOTIONAL LINES OF THREE CIVIL SERVICE GROUPS 
Minimim Qualj f ications and Salary Ranges 



CLERICAL GLASS 

Tvninr; Clerk I 

high school grad + skill 

$2.09/hr ($362/mo) - 
3. 13 ( 5^2)fifter 5-6 yrs. 

TTOlnp Clork I I 

hi school H- 1 yr exper/ 

training 

$2.20/hr (381) - 
3.28 (568) after 5-6 yrs. 

TYPinp Clerk III 

hi school + 2 yrs exper/ 

training 

$2.4l/hr (417) - 
3.61 (625) 

Chif^f Clerk 

hi ijohool + 3 yr:) exper/ 

training 

Z?.7B/hT (A8i) - 
/..16 (721) 

Admi niatrative Clerk 

hi school + 5 yrs exper/ 

training 

fr2.77/hr (480) - 
A. 04 (700) 



GROWir/I SERVICES 

Ground P Worker 

no ifdnliTium qualifications 

$3.U/hr ($596/mo) - 
3.74 ( 648) after 6 mo. 

AsB't Gruimda Gardener 

1 yr experionce 

$3.60/hr (624) 
3.90 (676) after 6 mo. 

Grounds Gardener 

2 yrs experience 

$3.54/hr (613) - 
5.30 (918) 

Sub-Foremen. Grounds 

3 yr3 experience 

$3.70/hr (641)- 
4.00 (693) 

Foreman. Grounds 

4 yrs experience 



U.08/hr (708) 
6.12 (1062) 



CUSTODIAL SERVICES 

Building Service Worker 

pass physical exam 

$3.44/hr ($596/mo)- 
3.74 (648) after 6 mo. 



Sub-Foreman. Bide Serv 

2 yrs experience 

$3.90/hr (676)- 
5.84 (1012) 

Foreman. Bldg Sen ices 

3 years experience 

U.08/hr (708) 
6.12 (1062) 
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SURVEY OP ILLINOIS* COLLEGES AND LfNIVERSITlES 
ILLINOIS COMMISSION ON THE STATUS OF WOKEN 
Committee on Education 



Name of College or University, 



!♦ Does your institution have a committee or task force whose primary 
responsibility is the investigation of discrimination against 
women? If so, would you please explain: 



(a) how its membership is constituted 

appointed? (by whom?) 

elected? (by whom?) 

(b) how often does it meet? 

(c) what tasks it currently is undertaking? 



(d) Please give name and address of the chairperson. 



2. In addition to the committees ordinarily designated to handle appeals 
regarding salary, promotion, and tenure, is there any group especial - 
l y designated to handle individual complaints based on sex? If so, 
please explain. 
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3. Does your inetitution havo a policy or practice of not employing 
more than one member of a family on the faculty at the same time? 

Yes No 



Please attach or tranacribe hore the policy or practice. 



4. (Answer only if you have a doctoral program at your institution.) 
Do you presently offer pre aiid/or post-doctoral fellowships to 
specifically encourage women to re-enter their professions after 

a period of separation from the academic community? Yes Ho 

Please attach or transcribe here the policy or practice. 



5. Do you have any uniform procedures for the granting of maternity 
leave to faculty n.'^mbers? If yes, please describe. If no, who 
makes the decision m each case? 



6. How many weeks of absence may a faculty member be granted before 
and after the birth of a child at her discretion? 



If there is a fixed time for maternity leave, note here. 
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7. Does such leave time accrue against total available sick leave days? 



8. What proportion of regular salary and benefits are paid during 
this time? 



9. Is a pregnant woman required to take leave of any type? If yes, 
describe. 



10. Does maternity leave in any way affect the tenured rank, promotion, 
teaching assii^nmen ts, fringe benefits, salary, or time accrued to-- 
ward tenure of the woman upon her return to the faculty? Explain, 



11* Does maternity leave in any way affect the non-tenured position^ 
teachin^^ assignments, frinc^e benefits, salary, or time accrued 
coward tenure of the woman upon her return to the faculty? Explain, 



12. ^ay a iLale faculty member take leave of any type at the time of the 
birth of his child? (If yes, please describe the policy.) 
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13# May a tenured faculty member receive a parental leave of absence 
without pay for a semester or a year without affecting items 
mentioned in j^lO? Explain. 



14* Kay a non-tenured faculty member receive a parental leave of 
aboence without pay for a semester or a year without affecting 
items mentioned in //II? Explain. 



15. 



TEACHING FACULTY CONTRACTS NOT -BEING RENEWED 
AT ThE DIRECTION OF THE COLLEGE/UNIVERSITY 
FOR 1972-197? 



Title 



Prof enaor 



Abboc. Prof, 



Ass' t. Prof, 



Instructors 



No. of 

Males 



No# of Females 



SirvUe 



Married. 



^ of Females 



Lecturers 



Other 



To t ftl number 
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16. FULL-TIME TEACHING FACULTY 



1970-71 1971-72 



Title 


No. of 
Males 


NOt of Females 


?S Female 


No^ of 

Males 


No. of Females 


% Female 


Single 


Carried 


Sinfile 


Married 


Professor 


















Assoc* Prof 


















Ass*t. Prof 


• 
















InstructorB 


















Lecturers 


















Dther 




































Total No. 



















17. PART-TIME TEACHING FACULTY 

■ 1970-71 , 1971-72 



Title 


No. of 

v.aloB 


No. of 


Fomalo 3_ 
FjarricKl 


A Female 


No. of 
Males 


Ko. of 

i)in/2:le 1 


Females 
Married 


% Female 


Profear.or 


















Ar.aoc. Prof 


• 
















Ass't, Prof 


>• 
















Instructors 


















Loc turers 


















Other 




































Total No. 
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18. ADMINISTRATION 

^_ 1970-71 ^ 1971-72 





No. of 

Ma 1 a D 


jip..__pf. 






No. of 


No. of Females 




^ A. SiX 






riaX 60 


Single 


Married 




























1 


















1 










l^ftfl ' ^^Vll fit 








1 


















1 










"i f' H T* Do an n 

J V i 1 to A 1/ V cLi i O 

\s:;oc. . Aso' t, 




— - 














\dmin. Ass't, 


















;i roohOTD 












































1 




























iflooc. He/r'r. 
















- 


Supervisor 


















3ept. 
























































i 
















-. • ^ - 

Total No. J 
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19* Pleaae name those departments chaired by women • 
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22. STUDENI EMauiLM£MT 1972 



Name of School/College 


Graduate 


Undergraduate 


Male 


fem&l.e 


Nale 


Female 


1. 










2. 










3. 


■■ 


r — ' 






4. 










5. 










6. 










7. 










r* 










9. 










10. 










LI. 










L2, 




0 







25. 
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Do you have an official p administrative approved or appointed person 
or group in charge of affirmative action for your institution? 

Yes No 



If so, please give name^ title, and address of person in charge or 
if a committee, the chairperson. 
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20. 



flWTJLTI SALATOES 
POR 1971-72 





Kale 


Female 


Title 


Mean 


M[edian 


Ran/te 


Mean 


Median 


Ranee 


Professor 














Assoc. Prof. 


V 












- 

Ass't. Prof. 














Instructors 














Lecturers 














Other 





























21. 


NEW I 


'ACULTY 


FOR iy72-73 (A3 0 


f this 


date) 


Title 


No, of Kalea 


No. of 

SinrJe 


Females 
Knrried 


% Female 


Full- 
time 


Part- 
time 


Full- 
time 


i'art- 
time 


Full- 
time 


Part- 
time 




professors 
















A880C. Prof. • 
















Asa't. Prof. 
















Instructors 
















I.ecturero 
















Dther 
































Total No. 
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Is this person/ coMiMt«0-iafifOver«d Xm vprk for «11 mlnsrities 
or only women? PlMtst •xflain* 



If a coraniittee, how many aembers has it? 
How were they eeltcted? 



What groups do th«y represent? 



Name and Title of Person Filling Out Questionnaire: 



